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Abstract 

The literature on Entrepreneurial leadership defines as, “Leadership that creates visionary scenarios that are 

used to assemble and mobilize a supporting cast of subjects who became the committed by the vision to the 

discovery and exploitation of the strategic value creation” (Gupta, Macmillan and Surie, 2004). As a component 

of Transformational leadership, values reflects the governing behavior of entrepreneurial leaders, providing their 

followers with an evaluative understanding of authenticity (Macmillan et al., 2004). Organ (1988) defines 

Organizational Citizenship Behavior (OCB) as non-enforceable and voluntary behaviors of employees. This 

behavior is very critical to early stage organizations as there is no formal structure, design and delegation of 

work in a startup environment. This study focuses on the leadership style effect on the employees to exhibit 

citizenship behaviors and the intervention factors that influence this relationship. 

 

Introduction 

The conceptual research model focuses on the leadership style effect on the employees to exhibit 

citizenship behaviors and the intervention factors that influence this relationship. The importance of 

leadership style as a predictor of Organizational Citizenship Behavior (OCB) has been well established in 

Western settings (Bass, 1985; Organ, 1988; Howell & Avolio, 1993; Lowe, Kroeck & Sivasubramanium, 

1996; Wang, Law, Hackett, Wang, Chen, 2005; Schlechter & Engelbrecht, 2006; Boerner, Eisenbeiss, 

Griesser, 2007). Rockstuhl et al.'s 2012 meta-analysis of LMX theory and national culture correlates 

found that in Western cultures LMX is more strongly correlated with organizational citizenship behavior 

(OCB), justice perceptions, job satisfaction, turnover intentions, and leader trust than in Asian cultures. 

The present study is set on empirically analyze the distinction between the Trust, Psychological 

ownership and Empowerment perception of the employees in early stage organizations. 

 

Literature Review 

Theoretical Background 

Trust has often been examined as a mediator in relationships between transformational leadership and 

leader, follower, and/or organizational outcomes. Avolio (1999) has claimed that the effect of 

transformational leadership on employee outcomes such as performance and commitment is an indirect 

rather than a direct effect. In addition, Yukl (1989) and Covey (1990) have both suggested that it is the 

trust that is engendered by transformational leaders that creates the heightened levels of commitment and 

performance associated with transformational leadership Podsakoff et al. (2000) found that leadership 

characteristics are the strongest predictor of employees’ OCB, while the impact of individual 

characteristics on OCB is minimal. Hence, the emotional and psychological effects of TL may enhance 
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employees’ possessive feelings for their organization. Followers of transformational leaders are expected 

to identify with them, causing them to develop belief systems founded on the notions that their actions 

matter and that they can have an impact on the organization by enhancing their attitudes, beliefs and 

values.  

There are substantial empirical supports for the direct relationship between transformational leadership 

styles and OCB (Chen & Farh, 1999; Ferres, Travaglione & Connell, 2002; MacKenzie et al.,2001). 

Zhang et al (2009) concluded in their study that empowerment has the role of mediator in the relationship 

between exchange leader – follower and organizational citizenship behavior. Organizational Identification 

among the employees becomes significant to the leadership in nurturing organizational Citizenship 

Behaviour(Vondey, 2008). Transformational leadership enhances the organizational citizenship 

behaviours which inturn increase the allocentrism among the followers(Nahum-Shani & Somech, 2011). 

 

Research Methodology 

Research Design 

 The study is descriptive and cross-sectional in nature. The respondents were selected from early 

stage organizations with less than 5 years of existence. The Judgment Sampling method was adopted for 

this study. The study model of this research has five constructs with 66 items.  The sample size is 422. 

 

Measures 

The Global Transformational Leadership scale [GTL] by Carless, Wearing and Mann (2000) will be used 

to measure transformational leadership. 12 Items instrument developed by Marlowe and Nyhan (1992). 6 

Items scale developed by Van Dyne and Pierce (2004) Organizational Empowerment Scale (Russell A. 

Matthews, Wendy Michelle Diaz and Steven G. Cole, 2002) - 19 items. Coleman and Borman (2000) 

synthesized scale of 23 items. 

Data Analysis and Interpretation 

Particulars 

No. of 

Respondents Percentage 

Strongly 

disagree 15 3.554502 

Disagree 21 4.976303 

Neutral 68 16.11374 

Agree 115 27.25118 

Strongly Agree 203 48.10427 

Table 1.1: Respondent`s opinion towards leadership Decision making 

International Journal of Scientific Research and Review

Volume 7, Issue 4, 2018

ISSN NO: 2279-543X

http://dynamicpublisher.org/279



From the above table 1.1, we can infer that 48 percentage of the respondents strongly Agree towards the 

decision making of the leader while only 15 percentage of the respondents strongly disagree to the 

opinion  

Particulars 

No. of 

Respondents Percentage 

Strongly 

disagree 24 5.687204 

Disagree 47 11.13744 

Neutral 59 13.98104 

Agree 209 49.52607 

Strongly Agree 83 19.66825 

Table 1.2: Respondent`s opinion towards leadership competency 

From the above table 1.2, we can infer that 49 percentage of the respondents agree the competency of the 

leader and only 5 percentage of the respondents strongly disagree to the opinion. 

Particulars 

No. of 

Respondents Percentage 

Strongly 

disagree 62 14.69194 

Disagree 73 17.29858 

Neutral 142 33.64929 

Agree 68 16.11374 

Strongly Agree 77 18.24645 

Table 1.3: Respondent`s opinion towards commitment of work 

From the above table 1.3, we can infer that 33 percentage have neutral opinion towards commitment of 

their work. Only 18 percentage of the respondents agree towards the commitment of work 

Particulars 

No. of 

Respondents Percentage 

Strongly 

disagree 95 22.51185 

Disagree 145 34.36019 

Neutral 65 15.40284 

Agree 78 18.48341 

Strongly Agree 39 9.241706 

Table 1.4: Respondent`s opinion towards usefulness of leader`s opinion 
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From the above table 1.4, we can infer that the 34 percentage of the respondents disagree to the usefulness 

of the leader`s opinion while only 9 percentage strongly agree towards the opinion. 

Particulars 

No. of 

Respondents Percentage 

Strongly 

disagree 43 10.18957 

Disagree 174 41.23223 

Neutral 97 22.98578 

Agree 56 13.27014 

Strongly Agree 52 12.32227 

Table 1.5: Respondent`s opinion towards leadership information adequacy on tasks 

From the above table 1.5, we can infer that 41 percentage of the respondents disagree towards the 

information adequacy by the leader on the task assigned while only 12 percentage of the respondents 

strongly agree the opinion. 

Particulars 

No. of 

Respondents Percentage 

Strongly 

disagree 76 18.00948 

Disagree 162 38.38863 

Neutral 93 22.03791 

Agree 42 9.952607 

Strongly Agree 49 11.61137 

Table 1.6: Respondents opinion towards sharing ideas with leader 

From the above table 1.6, we can infer that 38 percentage of the respondents disagree towards sharing 

ideas with leader while only 9 percentage of the respondents agree to the opinion 

 

Conclusion 

Startup organizations are mostly will be agile and frugal in their systems and process where innovation is 

the key. Leadership style matters most in such organizations which need to be more inspirational and 

emotionally connect among the small group of employees. Employees perception on the leadership 

behavior is very critical in such organizations rather than the pay and incentive structures. The 

hierarchical work flow is very limited and it majorly task driven by the overall command. The employees 

are to own the various tasks and has to be part of the vision of the leader. The communication, fairness 

and inclusion are some of the key factors that a startup leader has to exhibit among the team members for 

more cohesion and productivity. 
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